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论 文 摘 要 
 
论 文 摘 要 
随着知识经济时代的到来和全球经济一体化的发展 企业并购已经日
益成为企业实现快速扩张发展 提高国内外市场竞争力的重要模式之一





第一章  绪论 该部分从两则企业并购的成败案例对比中引出本文的
选题目的 在介绍企业并购中进行人力资源管理的时代背景之后 对本文
的研究思路进行了简要的概括  
第二章  相关问题分析 该部分对企业并购 人力资源 人力资源管
理和企业并购中的人力资源管理等概念进行了界定 并提出企业并购中人
力资源管理的特点  




第四章  企业并购中人力资源管理面临的挑战 该部分从企业并购所
产生的企业文化冲突和人力资源流动两个角度来分析企业并购中进行人力
资源管理所面临的挑战  

















第六章  企业并购中人力资源管理调整模式 该部分强调了企业并购
中进行人力资源管理应遵循的原则 提出了企业并购中人力资源管理体系
的调整思路 如战略整合调整 组织结构调整 人力资源的取舍 培训和
开发 考核和激励 以及企业文化的整合重组等 此外 还提出了企业并
购中人力资源管理调整的支持要件 如建立 HR 整合管理执行机构 主管
人员的选派和加强沟通协调等  
 
















Along with the coming of knowledge-economy ages and the development 
of the integral global economy, merger & acquisition of enterprise has already 
and increasingly become one of the important modes, by which the enterprise 
realizes the fast expansion of the development and increase the competition 
abilities in the domestic and international market. However, many investigation 
and analysis of demonstration prove that, the successful rate of merger & 
acquisition of enterprise is low, the main reason consist in lacking the valid HR 
integration management in the process of merger & acquisition of enterprise. 
From the angle combining the theories and the practice together, this text tries 
studying the problem of HR management, which exists in the process of merger 
& acquisition of enterprise. At the same time, combining the abroad enterprises' 
successful experience, this text brings up the whole way of thinking and the 
method of the HR management in the process of merger & acquisition of 
enterprise. The whole text totally consists of six chapters. 
Chapter one: introductions. This chapter educes the purpose of choosing 
this theme from the contrast of two successful and failure cases in merger & 
acquisition of enterprise. After introducing the age-background of the HR 
management in the process of merger & acquisition of enterprise, this chapter 
brings up the brief generalization of this text’s research way of thinking. 
Chapter two: analysis of the related problem. This chapter defines some 
concepts, such as merger & acquisition of enterprise, HR, HR management, HR 
management in the process of merger & acquisition of enterprise etc., and brings 
up the characteristic of the HR management in the process of merger & 















Chapter three: analysis of the importance of HR management in the 
process of merger & acquisition of enterprise. This chapter respectively 
analyzes the importance of the HR management in the process of enterprise’s 
merger & acquisition from three aspects ---analysis of the purpose of merger & 
acquisition of enterprise, analysis of the purpose of the HR integration and the 
realistic meaning of the HR management in the process of the merger & 
acquisition of enterprise, and expounds the importance of the HR management 
in the process of merger & acquisition of enterprise from the point to the 
surface. 
Chapter four: the challenge which the HR management in the process 
of merger & acquisition of enterprise face. This chapter analyzes the 
challenge, which the HR management in the process of merger & acquisition of 
enterprise face from two angle--- the cultural conflict and the flow of HR which 
is brought by merger & acquisition of enterprise. 
Chapter five: the successful experience in merger & acquisition of 
abroad enterprise. This chapter analyze and summarize the successful 
experience of merger & acquisition in the CISCO company, USA .the 
experience will be used as to establish the adjustment mode of the HR 
management in merger & acquisition of enterprise. 
Chapter six: the adjustment mode of the HR management in merger 
& acquisition of enterprise. This chapter emphasizes the principle which the 
HR management in merger & acquisition of enterprise must follow, brings up 
the HR managing system’s adjustment way of thinking in merger & acquisition 
of enterprise, such as the adjustment of strategy integration, the adjustment of 















with development, the assessment with encouragement, and the integration or 
reorganization of enterprise’s culture etc. .In addition, this chapter brings up the 
important items, which support the HR managing adjustment in merger & 
acquisition of enterprise, such as the establishment of the organization that carry 
out the HR integration management, the selection and appointment of the 
supervisor and the enhancement of the communication or moderation etc. 
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前  言 
 





结构 稳定和巩固企业在国内甚至国际市场的竞争力  
自 19世纪美国发生第一次企业并购浪潮以来 许多学者都致力于企业
并购的研究 并取得了很多研究成果 然而 迄今为止 这些研究大都停
留在并购本身如对并购性质 类型 动因 作用 意义 对策 案例等的
研究上 研究内容也更多的是传统意义上的资源配置 而在对企业并购后
的整合过程的研究中 许多学者及企业并购的管理者也都致力于财务 战




















第一章  绪  论 
一 案例启示 
一 案例 1 
1987 年 台湾宏基电脑公司收购了美国生产微型电脑的康点公司
Counter Point 但此后 3年累计亏损 5亿美元 到 1989年 宏基公司只
好以撤资告终 其失败的真正原因就是 人力资源整合策略 出现了故障
无论收购前后 康点公司均发生了人才断层危机 而宏基公司又缺乏国际
企业管理人才 无法派员填补此成长的缺口 加上康点公司研究人员流失
严重 无奈 宏基被迫宣告并购失败  
二 案例 2 
1998年 9月 合肥荣事达集团公司正式兼并重庆洗衣机总厂 经过不
到两年的经营 在重庆地区 两家的 荣事达 与 三峡 品牌市场占有
率由 40%上升至 70%以上 平均毛利率比上年同期增长 82.57% 探究其成
功之路 无不得益于兼并后荣事达集团的有效的人力资源整合管理 兼并
之初 集团不减人员 不动班子 承担全部员工 保留原厂级领导职位
集团只派 3 人出任公司副总经理 总工程师和财务总监助理 并决定把当
年利润用于增加员工工资和奖励管理者 一段时期后 集团组建了新班子
并由新班子对公司进行管理和机构改革 新机构将原来的 16个处室 3个
车间调整为 6处 1室 4个车间 精简中层和机关管理人员 63人 荣事达
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